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Introduction
In recent years, the world has witnessed dramatic economic, political and social changes, with deep repercussions in the current career paths (e.g., Appelbaum, Ayre, & Shapiro, 2002; Blustein, 2006; Martínez-Vicente, 2007; Pinto, 2010; Rafael, 2007 ). An analysis of the main European statistics (Eurostat, 2010; OECD, 2010) in the field of education and employability, indicates that it is increasingly vast the number of higher education students that complete their graduate and post-graduate studies each year. In 2007, this number was close to four million graduates, considering the Europe of 27. This is the educational level that has the highest employment rate (84% in 2008) when compared with other levels, namely, the Elementary and Secondary Education. However, the waiting period for a first job is also increasing. Data from OECD (2010) show that the majority of young adults, who complete their studies each year and search for a first job opportunity, take an average of seven months to achieve it.
In addition, it should be noted that the career, in a more traditional sense, that is, linear, rigid and unidirectional, no longer exists (Baruch, 2004; Gilbert, Sohi & McEachern, this process has led to many discussions about the boundaries between career selfmanagement and organizational career management (e.g. De Vos, Dewettinck, & Buyens, 2009 , 2006 Sturges, Guest, Conway, & Davey, 2002) .
A literature review in this area makes clear that the career self-management is the process by which the individual takes full responsibility for being proactive in order to engage in self-development behaviors, activities and strategies that will enable him/her to acquire the necessary strategies to make career decisions and to solve career problems. On the other hand, organizational career management is the process by which organizations seek to provide opportunities and activities to individuals that will enable them to acquire the necessary strategies to make career decisions and to solve career problems. However, it should be noted that this support from organizations exists only during the period in which the employee remains within its structures. Thus, it is increasingly argued that the responsibility for this process is based on workers, since their professional trajectories are marked by more or less prolonged periods of unemployment. Several studies have shown that both career management processes are complementary, and their conjoint implementation is often associated with career outcomes, as broad as, more organizational commitment (De Vos et al., 2009 ), more career satisfaction (Murphy & Ensher, 2001; Neault, 2002) , more subjective career success (De Vos et al., 2009) , and less turnover (Sturges, Conway & Liefooghe, 2008) . However, despite being highly beneficial the engagement in career management activities to both individuals and organizations, it is still scarce the societies investment in this area.
The development of career intervention programs, which aim to help participants to acquire, train, and develop career self-management skills, may assist individuals in the exploration and decision making related to an entrepreneurial career, and also, to help them in its effective design, construction, and development. Most individuals do not know what career self-management is, nor hold the necessary skills to be able to manage properly his/her career.
Thus, the widespread idea that the young, future entrepreneurs, on leaving university, are highly qualified individuals, with scientific expertise, very focused on their careers and, therefore, they require no support for the management of their career, makes no more sense nowadays (Sarjoo & Barry, 2011) . Consequently, the provision of services to support the development of career self-management skills, coupled with the introduction of entrepreneurship courses in different programs, at undergraduate and postgraduate level, is particularly relevant in higher education. It is in the university context, for example, that these young people can acquire, train, and develop several personal and managerial capabilities and competences (Lucas, 2007; Martínez-Vicente, 2007) . These skills are significantly associated with a higher probability of being able to identify and pursuit opportunities and entrepreneurs with these capabilities are more likely to be able to convert an idea into a business opportunity (Ucbasaran et al, 2007) . It is also in this context that specialized and differentiated knowledge is continuously produced and has, in some cases, high commercial potential which is not successfully explored. In many cases, this potential is not even recognised, since the entrepreneurial option is not considered.
About entrepreneurship
The present harsh employability conditions make entrepreneurship to assume an increased importance, since it is acknowledged that entrepreneurial firms can make a higher contribution to job creation in relation to their incumbent counterparts (Van Praag & Versloot, 2007) . When based on knowledge that fosters innovation, which is generally known as opportunity entrepreneurship, entrepreneurial activity is also proven to be positively related to economic growth (Acs, 2006; Carree & Turik, 2003; Salgado-Banda, 2007) . Entrepreneurs are actively involved in the tremendously important and noble process of changing the world, hopefully, making it better (Greenhaus, Callanan, & Godshalk, 2010) . For those reasons, entrepreneurship has gained prominence in recent years, not only at the political level, but also within the academic field, where it has been attracting increasing interest of researchers (Cooper, 2003) . Nevertheless, the development of the area may be being undermined by the fact that neither the research boundaries are fully defined nor there is a general agreement on the very definition of entrepreneurship (Busenitz et al., 2003; Sánchez, 2011; Wiklund et al. 2010 ). In particular, the question why some people decide to adopt entrepreneurial paths, while others do not, remains open. Some research suggests that entrepreneurs have distinctive personalities that influence their choices (e.g. Rauch & Frese, 2007a , 2007b . However, the attempts to unveil the profile of the entrepreneur yielded inconclusive and generally disappointing results, giving rise to some criticism (Gartner, 1989) . As Baron (1998, p. 275) notes:
"contrary to what informal observation suggests, entrepreneurs do not appear to differ greatly from non entrepreneurs with respect to various aspects of personality". Alternatively, other researchers adopt a cognitive perspective, seeking to understand why some people, but not others, become entrepreneurs by exploring the entrepreneurial mindset, and the cognitive mechanisms trough which information is acquired, stored, transformed and used by the entrepreneurs (Baron, 2004; Mitchell et al., 2002; Sánchez et al., 2011) .
While it may be difficult to discover the characteristics of the entrepreneurs and to deeply understand how they think and make decisions, there are several factors that are known to influence the entrepreneurial career option. A summary of the main factors identified in literature (e.g., Feldman & Bolino, 2000; Greenhaus, Callanan, & Godshalk, 2010; Wilson, Kickul, & Marlin, 2007) as contributing to the individuals engagement in this type of career trajectories, indicates the existence of two major groups: personal factors, such as, selfefficacy beliefs, desire for autonomy and independence, need for achievement, desire of control, tolerance for ambiguity, and risk-taking propensity; and the demographic and environmental factors (including economic and social factors), such as, prior work experience, work dissatisfaction, family support, presence of role-models, and the existence of favourable business conditions. However, it is clear that the presence of these variables favours, but does not guarantee, the involvement of individuals in entrepreneurial careers. In fact, despite the diversity of personal, economic and social benefits that are associated with the development of an entrepreneurial career, entrepreneurship is not very often considered when deciding one's career (Henderson & Robertson, 1999) .
Aim of the study and hypotheses
This study represents an applied experience aimed to assess the outcomes of the Career Self-Management Seminar (CSMS). This program was developed to support PhD students in their self-exploration, and the exploration about academic training and professional opportunities, in the development of life/career goals, as well as, in the implementation of action plans that promote the attainment of those goals, by developing and maintaining a positive outlook on the future. Participants were organized in three distinct groups, assessed in three different moments. Both EG1 and EG2 attended the CSMS, but the EG2 also attended the Seminar on Entrepreneurship (SENT). The CG didn't attend any career intervention during this period. It is expected that the both experimental groups demonstrate significantly differences in the career exploration and the concern dimensions, in comparison to nonintervention. It is also assumed that the attendance of the SENT contributes to the improvement and maintenance, over time, of the career results in the EG2, in comparison to the EG1.
Method

Participants
Participants were 18 PhD students from the University of Minho, a Portuguese public higher education institution. These participants, 12 women and 6 men, aged between 23 and 49 years old (M=33; SD=8.67), were developing their research projects in the following main research areas: Social and Behavioural Sciences (n=14), Engineering and Technology (n=2), and Natural Sciences (n=2). They had an average working time of 119.39 months (SD=111.77; Min=2; Max=372), an average time in the same enterprise/university of 44.33 months (SD=41.6; Min=5; Max=132), and an average time as PhD students of 21.17 months (SD=16.86; Min=5; Max=72). Five participants were anticipating a change in their current occupational category within a year.
Participants were organized into three different intervention groups: an experimental group (EG1, n=5), a comparison group (EG2, n=7), and a control group (CG, n=6), whose socio-demographic characteristics are detailed in Table 1 .
Instruments
The Career Exploration Survey, CES (Stumpf, Colarelli & Hartman, 1983 ; adapt. by Taveira, 1997 ) is a self-report questionnaire which assesses the cognitive, behavioural, and emotional dimensions related to the career exploration process, as conceived in the hierarchical and multidimensional model of Stumpf, Colarelli and Hartman (1983) . In the Portuguese version, it consists of 54 items, with five response categories in questions 1 to 43, and seven response categories in questions 44 to 53, (in which 1 means "very little", and 5 or 7 means "a great deal"). These items are organized into twelve distinct subscales: five beliefs (Employ- (Soares, 1998) and non-university students (Silva & Taveira, 2010) .
The Adult Career Concerns Inventory, ACCI (Super, Thompson & Lindeman, 1988;  adapt. by Duarte, 1999 ) is a self-report questionnaire that assesses participants' type of concern related to the career development tasks, as conceived in the Career Development
Model of Donald Super (Super, et al., 1988, p.13; Super, 1990) . In its Portuguese version, it consists of 61 items or statements, 60 of them using a five-point Likert type response format (in which 1 means "little concern" and 5 means "great concern"). Portuguese adult workers (Duarte, 1993; Rafael, 2001) .
Procedure
The Career Self-Management Seminar is a psychological intervention which aims to promote the career management skills in young adults engaged in scientific research projects (CSMS). It comprises six sessions of 120 minutes each, on a weekly basis, along which it aims to (a) introduce the participants in the process of the career self-management, (b) foster the self-knowledge, the knowledge about the opportunities for advanced training, for obtaining and creating a job, as well as, for planning and deciding about personal career, and (c) support the consolidation and generalization of these learning to other life domains. This intervention was implemented by a doctoral student attending the Doctoral Program in Vocational Psychology, at the School of Psychology, University of Minho, and is structured as Participants from all groups were administered the instruments to assess the career exploration levels and the type of career concerns, in three distinct moments in time, corresponding to the pre-test, the post-test, and the follow-up, with a five-week interval between each. The pre-test and post-test were completed by the participants at the experimental groups 1 and 2 in the sessions 0 and 5 of the CSMS, respectively, and by the participants at the control group at equivalent time periods. The follow-up was completed by all groups, five weeks after the post-test, which corresponds, in the experimental group 1 to a period of five weeks after the completion of the CSMS, and in the experimental group 2 one week after the completion of SENT.
Data Analysis
Data were processed using the statistical software PASW (Predictive Analytics Software), version 18 for Windows. Descriptive analyzes were performed for the participants' socio-demographic characteristics, and their outcomes related to the career exploration and career concern subscales. The effects of the intervention on the inter-group level were evaluated using the Kruskal Wallis test and the Mann-Whitney test, and the effects on the intragroup level were evaluated by the Friedman test and Wilcoxon tests. In all tests were considered statistically significant the results with a p value less than or equal to .05 (p ≤ .05). The exception was found only in situations where the application of Kruskal Wallis H test and
Friedman was followed by the application of the Mann-Whitney and Wilcoxon test, respectively. In these particular cases, it was necessary to apply the Bonferroni's correction.
Results
Descriptive outcomes
The results of the descriptive analysis at an intra-group leve are presented in Table 2 .
The experimental group 1 had, at pre-test, results above the mean scores in three subscales at the follow-up, scored above its mean score. On the second questionnaire, scored above the mean score, at the three assessment moments, the Implementation, Stabilizing, Consolidating, Advancing, Holding, Updating, and Innovating subscales. Additionally, at the pre-test, also scored above the mean scores the Retirement Planning and Retirement Living subscales, and at the follow-up, the Crystallization, Specification, Retirement Planning, and Retirement Living subscales. 
Intervention outcomes at an inter-group level
The outcomes of the comparison between the three groups, in each assessement moment, are shown in Table 3 . It indicates that the EG1, the EG2, and the CG, were equivalent, at the pre-test, in all the assessed dimensions. In what concerns to the post-test, there were statistically significant differences in the Holding (X 2 =6.95, p=.031), Updating (X 2 = 6.29, p=.043), and Deceleration (X 2 = 6.04, p=.049) subscales from the ACCI. The analysis of differences between the pairs of groups has clarified that these differences were particularly significant among the mean values of the EG1 and EG2 in the Holding (U=26, p=.024), and Updating (U=25, p=.042 ) subscales, with higher levels of concern in the EG2, and also between the mean values of the EG1 and CG in the Holding (U=1, p=.019) and Deceleration (U=1, p=.019) subscales, with higher levels of concern in the CG. Regarding to the follow-up, there weren't found statistically significant differences between the results obtained by each of the groups, in the addressed career exploration and career concern dimensions.
Intervention outcomes at an intra-group level
The comparison of the intervention effects in time, considering the results obtained by each group, in each assesment periods, indicated for the EG1, the existence of statistically significant differences, at the Extent of Self-Exploration (X 2 =6.53, p=.038), and the Amount of Acquired Information (X 2 = 6.5, p=.039) subscales, of the CES, and the Stabilizing (X 2 =6.5, p=.039) and Consolidating (X 2 =6, p=.05) subscales of the ACCI. In what concerns to the EG2, it has been verified the existence of statistical evidence, to state that the levels of the Intended-Systematic Exploration subscale (X 2 =6, p=.05), as well as, the concern levels associated with Stabilizing (X 2 =6.91, p=.032) and Consolidating phases (X 2 = 7.58, p=.023) differed between the three time periods. Also, in relation to the CG, it has been proved the existence of statistical evidence to argue that the levels of the Internal Search Instrumentality (X 2 =7, p=.03) changed over the three moments. As it can be seen in Table 3 , the comparison between the pairs of moments, in each group, indicated, however, no statistically significant differences between the pre-test and post-test, the post-test and follow-up, and follow-up and pre-test, considering the critical value of significance of .0167 Bonferroni's correction. 
Discussion and conclussion
This study aimed to evaluate the outcomes of the CSMS in the participants' level of career exploration, and type of career concerns, using an intervention group, a comparison group, and a control group, assessed at three different moments in time.
Results show that, concerning the two experimental groups, the EG1 benefited most from the career self-management intervention model. Considering the three assessment moments, participants from this group present, at the end of the intervention, more intentional and systematic exploratory behaviour, directed to themselves, regarding, for example, their skills, interests, values, roles and lifestyle, as well as, a greater amount of information regarding themselves and the education, training, and professional world. In addition, this group also has lower levels of concern regarding the development of a proper lifestyle, characterized by satisfactory levels of autonomy, confidence, learning and development, as well as, lower levels of concern regarding obtaining security and stability in their professional contexts. As regards the EG2, its participation in the career intervention program, as well as, in the Seminar on Entrepreneurship (SENT), favoured the development of exploratory behaviours, in a more systematic and intentional way. However, it has also increased its levels of concern about the development of a lifestyle that comes close to the idealized, as well as, with getting a career path guided by issues of security and stability. A comparison between the results obtained by each of these groups, in different assessment moments, also indicates that participants from the EG2 have actually more concerns about the possibility of maintaining the status and position acquired in their profession, as well as, the need to stay in their current field of action. However, none of the performed statistical analysis could clarify the contribution of the SENT to the results obtained in the EG2. As it turns out, the experimental groups 1 and 2 have evolved differently among the three time periods considered, in particular regarding their concerns with the dimensions Maintaining, Updating, Stabilizing and Consolidating.
However, it remains unclear to what extent these differences can be attributed to the frequency of SENT.
Considering these results, it is important to note that the CSMS contributed, in general, for an increase in the career exploration behaviors, but it does not seem to have had an impact on the participants' beliefs and reactions to the career exploration process. In addition, there was a significant increase in the self-exploration behaviors, but that was not accompanied by an increase in the environment exploration. However, literature in this area reinforces that these two types of exploration behaviors are distinct though interrelated, since that the way a person explores the academic and professional world is determined by the prior knowledge he/she has about his/herself; and, in turn, the self-knowledge will be strengthened by the world exploration, since the person confirm or disconfirm his/her personal and professional interests preferences (e.g., Rowold & Staufenbiel, 2010; Stumpf, Colarelli & Hartman, 1983; Taveira, 1997) . Regarding the type of career concerns presented by the participants, at the end of the assessment process, taking into account their age, but also the phase they are living in terms of their PhD, these results are consistent with what the literature refers to be the type of career concerns most appropriate for these participants (Super, 1990) . However, it appears that, in the EG1, the intervention programs were effective in reducing the participants' concerns associated with maintaining their current lifestyle, as well as, the concerns related to the achievement of security and stability, while the EG2 obtained an opposite trend. It is possible to speculate that this difference may be due to the impact of the SENT, but it is also important to consider that participants' in the EG2, having an average time in the current functions considerably higher, are closer to a new career transition, which means they may be already demonstrating concerns about how will they keep their current life styles. remains unclear what motivated, in the control group, an increase of their beliefs about Internal Instrumentality. These results are consistent with the obtained in other studies (e.g., Hirschi & Lage, 2008) , in which participants in the control group obtained favorable results in the dimensions assessed, although these participants were not involved in any intervention during the time period being considered. In this sense, it is only possible to speculate that the individuals' contact with their peers, members of the experimental groups, may be the cause of such results.
of the career exploration and career concern dimensions, particularly in comparison with the non-intervention. These results are consistent with the literature in the area (e.g., Brown & Krane, 2000; Whiston, Brecheisen & Stephens, 2003) stressing that the career development and career management seminars, developed in a small group format, and with a brief and systematic nature, are the effective intervention modalities.
Limitations
It is necessary to deepen this line of research looking to fill some of the methodological constraints that have marked this study. On the one hand, regarding the sample, participants in the three groups are doctoral students in psychology, which themselves may already have started these career programs with a very high standard of career outcomes. For this reason, causing a strong impact on these results would be very difficult. It is also suggested that future studies cover a more diverse, in terms of participants' socio-demographic characteristics, to include students who are representative of different research areas.
On the other hand, and as regards to the assessment tools, they may not have been sensitive enough to detect the changes caused in the participants resulting from the seminars. 
